sistent with prevailing sex role stereotypes. As early as 1956 Strodtbeck and Mann reported that men in groups provide orientation, opinions, and directions designed to lead the group toward goal-attainment, whereas women emphasize group solidarity, reduction of group tension, and avoidance of intragroup antagonism. Piliavin and Martin (1978) have recently replicated these findings and conclude that men and women, in both same-and mixed-sex groups, perform behaviors prescribed by the traditional male-female stereotypes: Women are interpersonally oriented whereas men are task-oriented.
Although the sex role consistency of men's and women's behavioral influences many aspects of group dynamics, the relationship between sex roles and leadership behavior seems particularly marked. Although theory and research indicates that both task skills and socioemotional skills are needed for effective leadership (for example, Stogdill, 1974) , most group members assume that women are less effective leaders because they lack the requisite skills of assertiveness, interpersonal dominance, and problem-solving ability (Jacobson and Effertz, 1974) . Men, however, are viewed as &dquo;natural&dquo; leaders because they are assumed to be able to organize and guide groups toward desirable goals.
Even though recent work indicates that men and women are not differentially effective as leaders (Brown, 1979) , these assumptions of sex differences in leadership behavior still influence group members' perceptions and the leader's own perceptions. For example, Ferber et al. (1979) surveyed a number of university employees and found that the overwhelming majority preferred male rather than female bosses. Similarly, after sampling the attitudes of a number of male managers, Rosen and Jerdee (1978) concluded most rated females more negatively than males when judging aptitudes, leadership skills, motivation, and general temperament. Focusing on women and men in managerial positions, Deaux (1979) presents evidence that indicates men more than women believe they perform their job well. Indeed, in comparison to women, men attributed their successful attainment of the leadership position to their ability rather than good luck. Taken in combination, these studies indicate sex roles work to (1) restrict the range of male and female leadership behavior-eliciting an interpersonal orientation from females and a task orientation from males-and (2) create differences in group members' perceptions of the qualifications of female and male leaders.
In contrast with these conclusions, other research indicates that when situational pressures for particular behaviors conflict with the prescriptions of traditional sex role stereotypes, the influence of sex roles decreases as individuals adapt their behavior to meet the needs of the situation. Yockey (1978) Bales, 1970; Stodgill, 1974; Shaw, 1976) . The first factor pertains directly to the leader's ability to move the group toward successful task accomplishment, whereas the latter factors pertain to different facets of the maintenance of interpersonal relationships within the group.
Standardized factor scores were computed on each of these factors and were submitted to a five-factor split-plot ANOVA (Ability Possessed by Ability Needed by Anonymity by Sex (Schlenker, 1975) and other behavior (Shaw, 1976) Table 3 , indicated that subjects who received high scores on only one of the abilities accentuated the dimension(s) that was most relevant to the ability they believed they possessed and deemphasized the dimension most relevant to the ability they lacked. Interpersonal ability subjects emphasized their attractiveness and deemphasized their prominence, whereas task ability subjects tended to do the reverse. Subjects who believed they possessed both abilities generally fell intermediate, apparently secure in their own dual accomplishment and not wishing to risk overly positive claims that might be viewed as egotistical and lead to disapproval (Schneider, 1969) . Contrary to predictions, anonymity of past scores did not qualify this effect.
Importance of leadership skills. The Information Exchange Questionnaire also included ten items pertaining to the judged importance of abilities usually attributed to womeninterpersonal skills-and abilities usually attributed to mentask ability. These items assessed (1) Personal expectations of doing well on the problems and establishing positive relations ; (2) expectations of how well the group would do on each facet; (3) the importance for the group and for the leader to do well on each; and (4) feelings of personal responsibility for achieving each.
A MANOVA performed on the five task-related items revealed main effects of Ability Possessed, F (10, 232) = 3.97, Table 4 presents the items on which the Ability Possessed main effects also reached univariate significance. Subjects who believed they had high task ability or both abilities generally anticipated better personal and group performance on the problems and rated the importance of doing well on them higher. Similarly, subjects who believed that task rather than interpersonal skills would be needed rated task ability as more important, felt it was more important for the group to perform well, and reported that their personal performance would be better (ps < .05). Thus both the task strengths (or weaknesses) these subjects believed they possessed and the evaluative demands of the situation affected their self-efficacy reports and the abilities they valued. Through such selective valuation, a positive aura can be maintained around oneself (Rosenberg, 1968) .
In contrast, a MANOVA performed on the five items dealing with interpersonal relations revealed no significant effects, showing that evaluative selectivity was limited to task-relevant items. Subjects apparently believed that a leader plays a more salient role in establishing or impeding task performance than interpersonal relations. (Brown, 1979 Given the finding that task abilities are more highly appraised by group members than interpersonal/socioemotional skills, this study suggests that the males would have been more effective in securing a position of leadership via selfpresentations because the male sex role they conformed to emphasizes dominance and task proficiency. In contrast, the females'emphasis on social skills does not seem to be an effective way for a leader to inspire trust and confidence in subordinates. Although other group members may be more willing to believe self-presentations that are in line with sex roles, minimizing one's task or interpersonal abilities simply to maintain sex role consistency undermines leadership effectiveness and further reinforces existing assumptions about sex differences in leadership behavior. As Eagly (1978) concluded in her analysis of the greater conformity and persuasibility of women as compared to men, this research suggests that the currently observed differences in male and female group behavior may be due primarily to self-presentational conformity to sex roles.
